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\Ab I CO I I l e from TANZ National Development Director Pamela Simpson

Welcome to the second edition of Accord, the Magazine of
the Tertiary Accord of New Zealand.

In this edition our aim is to highlight and discuss key issues
for the tertiary education sector, industries, employers and
individual learners. We delve deeply, and offer suggestions,
including proposing real alternatives for tertiary education
funding.

Our thanks to our contributors. In particular thanks go to
Barry Brook, Chief Executive Officer PGGWrightson, for
his insight into the reality of skills shortages for employers.
Yvonne Kraanen and Kerry King have shared their stories
from a learner’s perspective, while Dr Colin Webb from
the Tertiary Education Commission and Professor Paul
Spoonley have lent their academic and policy perspective
to the issues. Their input provides the platform for ongoing
and healthy debate of the critical philosophical issues that
everyone in the education sector — whether this education
occurs within a workplace or in a formal institution — must
inevitably face.

For over six years now TANZ has been focusing on
collaboration — between Institutes of Technology and
Polytechnics (ITPs), Industry Training Organisations
(ITOs), employers and learners. The aim is to lead and
facilitate projects and initiatives that will provide positive
learning experiences.

Collaboration refers abstractly to all processes where
people work together — applying to the work of individuals
as well as collectives and societies. The research into the
properties and process of collaboration has intensified with
more light being thrown on this taken-for-granted practice.
Results from numerous ongoing studies will provide greater
understanding to support the overall aim and purpose of
all parties. TANZ will continue to review research, contribute
to and lead by doing.

In the 2005 edition of Accord, John Scott, then CEO of
CPIT and TANZ convenor, said that “Cooperation is time-
consuming, and it is expensive. But it is critical to the future
of tertiary education in New Zealand”.

TANZ believes that collaboration is the only way forward
with effective learning outcomes supporting and growing
New Zealand’s economic future. Over recent years the
culture of competition has been replaced slowly with a focus
upon collaboration — however, sharing knowledge, best
practice and fostering cooperation must be both a directive
from senior managers as well as evolved through frameworks,
policies and processes to support collaborative approaches.

To achieve the level and size of collaborative results that
are required there needs to be real participation by industry
representatives, employers and tertiary providers as well as
learners themselves. Collaboration will increase opportunities
for learners, employers and industry by providing the kind

of training and education needed, in a way that suits them.
Collaboration can be through programme leaders sharing
their course materials and agreeing upon the best content
through to more intricate ITP, ITO, employer and learner
collaboration.

With the strategy of “Leadership by Doing” TANZ is
both actively moving forward with exciting collaborative
projects and taking the time to reflect on origins and
learnings. The aim of taking the time to reflect is to clearly
articulate key issues, barriers, expectations and things to
consider which will support and promote collaboration
going forward. The findings from this reflection will be
documented, and like all research information, made available
to the wider community.

Thanks to all those readers who provided comments and
wished us well on our first edition. Your ideas have
contributed to the range of articles featured here; we hope
you find them informative, interesting and enjoyable! But,
moreover, we hope they will contribute to an ongoing
dialogue about the critical issues facing industry and
education — in which you are all invited to take part.

Finally, I wish to acknowledge and commemorate one of
the sector’s great leaders, Dr Geoff Page, who passed away
recently. TANZ will continue to be inspired by his
intelligence, humanity and commitment to the possibilities
for applied education.

Pamela Simpson
TANZ National Development Director



Comments

Dr Neil Barns Christchurch Polytechnic Institute of
Technology

The many challenges facing industry training and education
include maintaining capability, quality and international
competitiveness. However, | believe that the greatest single
challenge will be to ensure the ongoing relevance of the
training and education to industry and individual learner needs.
New Zealand's ageing workforce and low levels of
unemployment mean an increasing requirement to educate
and train those already in the workforce. To date industry
training has been primarily focused on relatively low-level
skills. However, in the future this will need to shift to higher
levels of skill and knowledge yet still be delivered within a
workplace setting. In addition to changing technical skills,
employers are seeking personal development of employees
in terms of attitude, problem solving, teamwork and
communications ability. To be able to deliver this at any place
and any time will require a significant shift in educational
design and assessment in funding models, and in the
effectiveness of our interface with a range of industries.

Paul McElroy Universal College of Learning

| believe the greatest challenge is to make certain that training
programmes are designed to meet specialist industry needs.
We must discover ways of ensuring these programmes are
flexible and that we consider the development of the individual
as a whole. This includes what is often labelled as generic
skills, but goes further than that. The challenge is to develop
a body of knowledge that trainees can use in new situations,
that builds understanding and fosters creativity in seeking out
new solutions. We want industry training to deliver people
who can work together in teams, who are technically savvy in
this IT-literate world, and who are motivated to lift standards.
This needs very careful planning, a flexible curriculum and
great teachers. Irrespective of who provides the programmes
and where it is done, | don't think a unit-standards focus will
get us there.

Phil Ker Otago Polytechnic

The greatest challenge facing industry training and education
in the next decade is the challenge before us right now —
which needs to be met in the next 12 months or so. This
challenge is to bring all of the parties with a legitimate role in
skilling our workforce together: employers, ITOs and tertiary
providers. Our genuine collaboration is essential, if the needs
of both industry and individual learners are to be met. We
must genuinely respect our various roles, support one another
in discharging our statutory responsibilities; and stop jockeying
for a more favourable position. In short, employers articulate
needs, ITOs drive standard setting and providers deliver training
and skills assessment. We drift from our respective areas of
expertise at the peril of a skilled workforce. The system was
set up originally with the intent of a robust partnership. It's
time to make that happen and for all parties to work together
to ensure that the regulatory and funding regime is fit for its
purpose. Simple really!

What is the greatest challenge
facing industry training and

education in the next decade?

Chris Collins Eastern Institute of Technology

We have to continue to get better at finding and exploring
new modes of flexible delivery in our education and training
which are effective for our learners, and are responsive and
relevant for industry and their requirements. This can't be a
one-size-fits-all approach; we have to be more nimble, and
it also means we face continuing challenges in keeping our
teachers, facilities and technology current and, in fact, ahead
of the game. And it is not just about a “specific skill-set”
acquisition. We know that many of the technical skills required
now will be different, obsolete or changed in the future. We
are engaged in educating people for constantly changing
futures, and that must shape how we educate and train
people now. That's part of what makes education such an
exciting and dynamic field to be in, and we need close
engagement with industry to remain effective and an on-
going commitment to becoming better at the learning-game.

Dr Geoff Page Manukau Institute of Technology

The challenge which always faces industry training and
education is the tension between addressing immediate skills
shortages versus workforce capability building in the longer
term. This is clearly front-of-mind for all of those involved in
meeting the training needs of business and industry:
Government, ITOs, ITPs, other providers and industry itself.
Significant collaborative initiatives are in train to address the
relevance, quality, efficiency and effectiveness of industry
training. This collaborative approach is both welcome and
vital. That it continues and is stepped up in the future is an
important challenge for the next ten years. We need to
explore sustainable, flexible solutions which value the learning
process itself. This is not just about enabling the acquisition
of competencies to meet immediate skills crises — it's about
a meaningful investment for the future of New Zealand.

These comments were received from Dr Page shortly before
his death in early August. Please see his obituary on page 19.



Barry Brook

School of
USINess

With a tight labour market, employers are increasingly taking on the
task of getting their staff qualified. So what does this mean for learners?

Recruitment costs have soared as the search for qualified people goes international,
inevitably affecting price tags and bottom lines, says PGGWrightson Chief Executive
Barry Brook. This is the reality of skills shortages in New Zealand.

Brook is upfront about the issues. As an employer, he readily admits he now takes
on people with fewer qualifications than in the past, and invests heavily in professional
development.

It's a shift that's causing ripple effects throughout the tertiary sector. From the top,
the Tertiary Education Commission is directing funding into core areas of national
and industry need. Regionally, polytechnics are increasingly promoting their offerings
to employers rather than students. And for individual learners, the very nature of
education is changing — they may be as likely to gain their education through their
place of work as in the classroom.

In the agriculture sector says Brook, the difficulties finding qualified staff are becoming
urgent, as languishing recruitment rates for nearly a generation is coming to bite, with
much of the workforce approaching retirement. Of PGG Wrightsons 2500 staff, 250
are over 60 years of age, compared with 150 under 25.

To combat this, the company needed to get creative. Brook describes a comprehensive
cadet scheme run by AgNew Zealand Training, an educational organisation now
owned by PGGWrightson. “Promising school-leavers are hand-selected, offered a
grounding in all areas of the company’s operations, and then have the opportunity
to specialise in any of the organisation’s departments in seeds, wholesaling,
merchandising, wool, livestock or real estate.” On successful completion of the
programme, learners are offered permanent employment and bonded to the company
for a short period.

It's an enormous, and costly, investment. Brook acknowledges freely that PGGWrightson
makes use of the opportunity to train future staff in the company’s specific systems
and requirements. All the same, skills are often transferable, and Brook admits it grates
with him that his company carries the cost of training individuals for the sector, only
to have them lured away by competitors offering huge salaries.

Still, he believes it is worth the cost. It gives him first notice of highly capable
candidates. And it's good for morale, establishing a culture of a company that invests
in its staff — an objective supported by ongoing and flexible educational opportunities
for staff throughout their careers, from attending seminars to studying for degrees.
His abiding aim, he says is for when people think of PGGWrightson, they think “Gee,
they have good people”.



Although it is being seen sharply now, the shift towards education located in the
workplace is just part of the story, according to Massey researcher Professor Paul
Spoonley.

He argues that the phenomenon belongs to a larger trend “where formal education
is no longer seen as confined to attending institutions in your formative years”.

Rather, societies across the Western world are moving towards the concept of “life-
long learning” and “continuous education and training”, acknowledging that education
will be delivered via a range of formal and
informal mechanisms throughout one’s career
and beyond.

As an education system, this does need to be
managed to ensure the process is equitable for
all parties, Spoonley contends. Employers need
to ensure their investment in training will be
rewarded with workers with more appropriate
skills for their jobs. Yet learners need
opportunities and safeguards to ensure they
remain the masters of their career destinies, able to pursue their interests and skills
in a meaningful and satisfying way.

New Zealand is only just beginning to gets its head around the implications of this,
believes Spoonley, and he urges policy-makers to look internationally for inspiration.

“There are very good models from countries such as Switzerland, where employees
are entitled to 30 hours per year with a selected training establishment. Necessary
skill sets are negotiated between employers and employees, and are delivered via a
state approved provider, taking into consideration the learner’s career goals or personal
needs. The programmes are generally co-financed, by employers, learners and the
state.”

Most of the time, believes Tertiary Education Commission Deputy Director Dr Colin
Webb, national, industry and learner needs end up amounting to the same thing —
everyone is seeking higher skill levels to increase individuals’ contribution in the
workplace.

The conflict, however, acknowledges Webb, is between specific and generic skills:
“Employers often have very particular skill needs from their employees, while learners
are looking for the generic skills that will enable them to move from job to job.”

The more generic the information, the more responsibility the government will take
for providing it. “At some point, however,” he argues, “it is responsible and appropriate
for industry to be delivering their specific training requirements.”

While TEC has made significant moves to address perceived issues of quality and
relevance within tertiary education institutions, it's not clear how this might be measured
when education is delivered internally by corporate organisations. However, Webb
points to an emerging philosophy within quality management that might provide a
relevant model.

Rather than “quality” being defined in normative terms as somehow embedded into
the delivery of education, TEC is moving towards focusing on the actual outcomes
for learners, with what Webb terms the “invest in a plan” approach.

“If learners gain good knowledge and are able to make valuable use of it, then that
education has been successful,” explains Webb. The reality of a move from an inputs-
to a results-driven approach might sound somewhat semantic, but the implications
could be considerable. Not only could the model apply to the variety of contexts in
which individuals learn, but it offers a small but discernible shift of power: ultimately
it's the learner — not the education funder, not the provider — who defines quality.

Continued over the page



School of Business

Continued..

It may be little wonder employers have taken educational matters into their
own hands, if recent research is anything to go by. A report carried out for
the Waitakere Employment and Skills Project by Massey University researchers
Professor Paul Spoonley and Eva McLaren has shown that employers,
generally, are less than enamoured with the education system as it stands.

When questioned on the effectiveness and relevance of the education
system, employers expressed significant reservations about schools, universities
and polytechnics alike, with about 30 per cent of respondents saying they
felt the education was not effective or relevant at all. By comparison, they
rated in-house training as 95 per cent relevant and effective.

Spoonley comments, however, on the “big disconnects” that were evident
between industry and education, noting that employers had taken little
responsibility for attempting to contribute to the formal schooling system,
“or even visit schools to meet prospective employees”.

However, it's clear that some employers are concerned that the education
system is not even getting the basics right. Respondents repeatedly wondered
where students were learning the importance of reliability and a positive
attitude. And Brook comments his organisation has found basic numeracy
and literacy among the areas some school-leavers are needing guidance
with.

And employers were concerned about the mismatch between people’s
skill sets and the skills required. One respondent from the Waitakere’s film
industry commented, “You produce far too many sound engineers who
cannot find jobs. This creates unemployment. People are wasting their
money and their time and are disappointed in the end.”

What, then, for the student who wishes to follow their dream to be a sound
engineer? Should education providers or government be intervening to
restrict entry into these programmes, and direct them to areas of greater
need?

UCOL Chief Executive Paul McElroy says no, and gets quite heated on the
topic. “It should be the student’s choice. It must be their choice. Students
are provided with information about employment rates, they are free to
take advice from the industries they want to enter. But at the end of the
day, it's entirely their right to pursue the programme of their dreams and
make the best fist of it within the competitive environment in which they
find themselves.

“If there is such a great need for engineers and mechanics,” McElroy
continues, “then employers must offer the salaries and conditions and career
opportunities to make this an attractive career path.”

Webb has sympathy for this position, although he approaches the topic
from a different direction.

“It almost never works to plan the workforce centrally - to say ‘we need
this many plumbers’ and to attempt to find them. No OECD country does
central workforce planning and those who have tried have ended up with
terrible results.

“Not only is the research and data underpinning it generally shonky, there
is clearly a dimension of choice that must be considered, and this is certainly
one of the things we are talking about in terms of the current reforms.”

Yvonne Kraanen

has nothing but accolades for her
employers who waved the application
form for the National Certificate in
First Line Management (Level 4)
under her nose.

Kraanen did not have particular
career or educational directions in
mind when she joined the 120-strong
team at Skyline Skyrides in Rotorua
three-and-a-half years ago, but she
swiftly moved through the
organisation’s ranks. Initially
employed in a cooking and service role, she was promoted to supervisory,
and then senior supervisory, positions. But despite entering the position with
a wealth of experience — she had previously owned her own restaurant —
Kraanen had no formal management training, and had not gained any formal
qualifications since secondary school.

However, she was pleased and surprised to discover that at Skyline, study
opportunities went with the job. “There are a whole range of courses to
choose from - from fire safety to first aid.” No one heavied her into
undertaking a programme of study, but Kraanen soon realised education
was part of the organisation’s culture. And besides, she says, “I like to be
busy. I'm of the attitude: if a possibility presents itself, | just go for it!”

Now nearing completion of the Level 4 TANZ-delivered certificate, she’s
gearing up for Level 5. And she lists with fervour the dimensions by which
the experience has benefited her life.

“| started at the very start — by having to learn how to use the computer!
Now | have learned about topics from health and safety to dealing with
conflict. Whenever | finish a module, | really can’t wait to see what I'll learn
next!” she enthuses.

But, she points out, the knowledge gained has been far broader than a
bunch of operational skills. “I have learned more about myself, and my
management style. | am a very direct person, and can be quite blunt — | have
learned that by wording the same request in another way, | can achieve the
same outcomes but without any arguments! And | just find myself thinking
about my management decisions — and all aspects of my life — in a more
critical way.”

Furthermore, she continues, “It gives us something to talk about. Everyone
asks each other how they are getting on in their programmes. We encourage
one another, and share advice and experiences. It also gives me something
to talk with my bosses about, and they always end up as really positive,
productive conversations.”

The reality is, explains Kraanen, she would not have sought out the
programme had the opportunity not presented itself through her work. “It's
especially positive for the younger ones. Some of them would never be able
to afford to take this sort of course.”

And while she may not have entered her job with specific career ambitions,
she is coming to develop them, with her interest especially heightened by
learning about health and safety processes and management.

Kraanen says she cannot think of any time when her employers have
attempted to impose their priorities upon her course of study. There’s only
one condition her employers have set: “If you start the course, you have to
finish it,” says Kraanen. She wouldn’t have dreamt anything different.



A Moral Perspective

Visiting photographer discusses the ethics of photography with TANZ students

Pieter van der Houwen

[t was in a northern Ugandan prison for women who had murdered their husbands
that photographer Pieter van der Houwen had to confront head-on his beliefs
about the ethics of his trade.

Usually, he explains, he would have prepared for such a photo shoot by taking
his time. Getting to know the women, bringing food and gifts, hearing their
stories. On this day, however, under time and financial pressures, he arrived,
took their images and left. Sickened with himself, he vowed never, ever to repeat
the process.

“[There is a] moral dilemma that photographers frequently encounter. A feeling
of ‘taking more than they give’. | felt a great deal of guilt about this.”

The experience was among those van der Houwen called upon as he addressed
art students at TANZ institutions about photographic ethics during a lecture tour
earlier this year.

“I want students to come away with an understanding of what an enormous
privilege it is to be a photographer. It gives you the legality to step into different
situations and environments.” It's a privilege that must be cared for, he believes.

Van der Houwen was born in Christchurch, but it would be overstating it to call
Netherlands- and UK-based photographer and filmmaker’s trip to New Zealand
a homecoming. He lived here until he was 11, and never set foot on these shores
for the next 35 years, until TANZ invited him on a lecture tour of the institutions’
art schools (the customs officer who greeted him in New Zealand reportedly
remarked, “About time. Have a good stay,” causing van der Houwen's wife to
fall instantly in love with the country).

In the intervening decades, van der Houwen has built an international reputation
for his work behind a camera.

As a freelance photographer, he has worked throughout Africa. He visited a
rehabilitation centre for child soldiers and young female sex slaves who had been
kidnapped and then discarded by rebel thug Joseph Kony's “Lord’s Resistance
Army”.

Other assignments compelled him to find different ways of depicting the
people of this great and ancient continent, “to offer a different vision
from the polarities of catastrophic and exotic”. This thinking led to works
such as Unlikely Heroes focusing on African sports stars including Ethiopian
runner Haille Gebreselassie — “800 families depend on his income”.

Images from Resilience

Van der Houwen has also turned his lens to the aftermath of the 2004 Boxing
Day tsunami that struck Indonesia. His book Resilience focuses on the courageous
work of health-care workers, and others.

Meanwhile, further projects have provided opportunities to explore the practice
of photography itself. TANZ students were shown screenings of van der Houwen's
BBC documentary about New York-based Dutch photographer Dana Lixenberg,
Thru Dutch Eyes. Quite beyond the photography being produced, the film offered
an exploration of the developing relationships between Lixenberg and her subjects.
“Good photography is related to intimacy,” he says. “I do believe that this process
of gaining trust is easier for women.”

And now, after a three-decade absence, van der Houwen'’s first home will be
making its way into his photography, with his contribution to a Colours issue on
minority cultures. Included among his images of Maori is Otago Polytechnic
kaitohutohu Dr Khyla Russell.

“I'have been inspired by the renaissance of Maoridom in New Zealand. In an
increasingly globalised world, it is very powerful to see strong, authentic expressions
of identity. Photography has a role in communicating this.”



THE FUTURE
SO FAR

Distance education expert Frank Rennie visits New Zealand

By Nicola Mutch

In 10 years' time, in the vision of Frank Rennie, “all educational
institutes will be collaborating with each other, and every course
will include some aspect of distributed education”.

Students will come in to classes at one another's campuses;
study groups will be set up in rural halls and parishes; guest
lecturers will reach thousands of students via webcasts.

A beautiful dream? It's a vision that seems quite at odds with
New Zealand's competitive education model. And it's a far cry
from polytechnics and institutes of technology who have sold
themselves on the advantages of offering small supportive classes
and hands-on, practical experience. But as Rennie sees it, it's all
a matter of sustainability, coupled with creativity.

Rennie refers to all the possibilities of online, off-site and flexible
approaches to delivering education — reaching people regardless
of their location or the other things they're trying to fit into their
day — under the banner of “distributed learning”. And where
better to expound the advantages of distance delivery than Lews
Castle College in the Hebrides Islands, one of Scotland’s UHI
Millennium Institute’s 14 campuses scattered over the Highlands
and Islands of Scotland. From this end of the earth, Rennie has
researched the ways in which distributed education can break
down barriers to accessing education, boost economies,
revolutionise professional development and sustain rural
communities. For the educational institutes themselves, “it opens
up new markets, new courses, new students and provides exciting
teaching and learning experiences”.

These facts have the power to overhaul existing models of
funding and delivering education, Rennie believes. “It would be
a brave politician who would stand up against it.”

10

In order to pick his brains about the possibilities and challenges
for developing a truly flexible brand of New Zealand in our own
commensurately far-flung corner of the globe, TANZ brought
Frank Rennie to New Zealand in May 2005. For three weeks he
toured each of the TANZ member institutions, met with academics,
MPs, government agencies and appeared in local and national
media.

People listened with pricked up ears. Finding new ways of
delivering education has become a pressing concern for educational
institutions, and looks set to continue. Unemployment in New
Zealand is at a 16-year low, resulting in a dip in student numbers
and prompting educational institutes to look for more creative
ways of reaching students.

Plus, there’s a growing consideration that a high employment
economy may have unintended consequences for those who find
work easily — they may find themselves trapped in the workforce
without having gained adequate tertiary qualifications, potentially
limiting their career progression in the long term.

Meanwhile, New Zealand’s population is ageing: numbers of
school-leavers are in decline, people are tending to stay in the
workforce longer, and there is a trend towards “lifelong learning”.

“There is a growing realisation that people are looking for exciting
educational experiences that do not take place in the classroom,”
says Rennie. “Learners are wanting to take charge of their education
experience. They want to say where and when they study, what
kind of assessments they will complete, and what kind of depth
they will explore particular issues in.

“The technology now exists to make this happen. This is a very
exciting time for education.”



But there’s a mountain of work to do. While Rennie has observed
a number of high quality innovations and initiatives taking place
in the TANZ institutions across the country, he refers to these as
“jewels in the crown”.

The main barriers he identifies surround the perceived logistical
nightmares in converting programmes to a more flexible format.
A “culture shift” needs to occur across all levels of the education
system, “from library and registry staff right through to the
bureaucrats. There’s no reason why everything, from enrolment
to student support services, can't be accessible online.”

Rennie suggests that each institution’s existing cluster of experts
form “small mobile units — so that when a course manager says
‘| want my course to be offered online’, these little flying squads
can come in and lend their skills.”

Then there’s the cost. “There is sometimes a conception that
distance education is a cheap alternative,” says Rennie. “Itis true
that it can be cost effective in the long run because it can reach
so many people. But it is essential that a proper investment is
made in developing and maintaining the right technology and
quality-assurance processes.”

This is why collaboration between institutes is integral, and why
TANZ is so well placed to create a workable model of how the
future of distributed learning in New Zealand might look. (Indeed,
Rennie wonders aloud whether TANZ and UHI could form an
effective international collaboration in this field.)

Besides being able to share technology, development and
monitoring costs, TANZ has already formed the kind of nationwide
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network that's needed to take education to the far reaches of New
Zealand. In fact, Rennie describes TANZ as a potential “powerhouse
centre” for distributed learning.

“A real asset is the ability to make use of one another’s resources.
It's quite conceivable that MIT might offer a programme, but
students attend lectures at locations all around the country.”
Lecturers from each institution may also be able to probe into
their rural hinterland to take their education further. In this regard,
Rennie suggests making use of the networks and resources that
exist in all communities.

“Small communities don't want to lose their workers to cities.
When you ask around, there's almost always someone
with a meeting room or a workshop they are prepared to host
classes in.”

Rennie argues that the education that happens via creative and
flexible formats takes on a different character to that which occurs
in the classroom — leading to a holistic approach to education that
fits comfortably with modern educational theory.

He refers to the programme in Rural Development Studies he
teaches from Lews Castle College, describing it as “a very
interdisciplinary programme. Students learn about the social and
cultural dimensions of rural development, they focus on
understanding and problem-solving rather than just knowledge
accumulation.

“It's partly the nature of the course,” Rennie says. “People who
are learning by distance can't help but have an education experience
that is very much integrated into their lives.”



FUNDING RELEVANCE

New research offers an alternative vision for tertiary education funding

Public versus private good. Contribution to the economy. The teaching/research nexus.
Intangible values of non-assessed education.

It's litle wonder that the subject of tertiary funding seems to send such shivers into the
hearts of policy-makers. And it's no secret that those in the vocational education sector
have been less than enamoured with the current regime.

But, like all good educationalists, TANZ leaders have determined not to allow “it's too
hard” to be used as an excuse. This year, the collective of polytechnics commissioned
independent research from Business and Economic Research Limited (BERL), working with
Infometrics Consulting, to explore some of the critical factors underpinning why tertiary
education is funded the way it is in New Zealand — and how it might be funded more
appropriately.

Along the way, the research team also managed to blow a few myths to pieces.

UCOL Chief Executive Paul McElroy is optimistically cautious. The research, he says, is “a
valuable step in the right direction”.

“The important thing is to begin a dialogue with policy-makers about properly and
sustainably correcting a system that has been inadequate for too long,” comments McElroy.
“We have a long way to go. But we remain positive a reasonable solution can be found.
“The research has deepened all of our thinking on the topic, and it puts us in a position
where we can further our arguments based on quality research and evidence.”

THE BERL FINDINGS

The polytechnic sector is disadvantaged through the current funding rules.
“This occurs in numerous, historically-entrenched ways,” believes BERL researcher Kel
Sanderson who led the TANZ project. Universities have enjoyed far greater certainty in
funding, receiving a five-year funding allowance. Meanwhile ,polytechnics have operated
from year to year at the mercy of fluctuating markets, while the average value of an EFTS
has steadily declined.

“It is extremely difficult to manage effective provision of services in this environment,”
says Sanderson. “It forces providers to focus sharply on the short term, the basics they
need to achieve to keep EFTS rates up for the next year, and makes it very hard to plan
even into the medium term.”

Additionally, universities have access to separate research funding in the form of the
Performance-Based Research Fund. While, technically, polytechnics are allowed to apply
for the funding, the reality is that the odds are stacked against them, McElroy says.

“The fund rewards institutions with many researchers of high standing. It is an example
where success is rewarded, rather than where need is addressed.” It makes a self-fuffilling
prophecy out of the difficulty polytechnics face realising their potential for producing
industry-focused, applied research, McElroy believes.

Non-assessed programmes have hidden benefits

To hear the way politicians told it in the lead-up to the 2005 election, “non-assessed” is
another word for tertiary programmes of low quality and relevance. Polytechnics have
furiously spent the past 18 months adding assessment criteria to a number of community
programmes in order to make them eligible for regular funding streams.

However, the BERL research paints a different picture.

The strong growth experienced in the New Zealand economy in the past five years has
attracted an extra 310,000 people into the labour market. Says Sanderson: “Only 50,000
can be accounted for in terms of a drop in unemployment. The rest were already in New
Zealand, but not working. They were women, mature people, recent immigrants, and
Maori and Pacific Islanders — the same groups of people who were attending community
education programmes.
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“We found very convincing evidence that people staircased from these very accessible,
community courses to assessed programmes and employment.

“In a labour-strapped market, we need all potential workers to be participating in the
economy. Society wins twice, because these workers are both contributing to society, and
they are no longer costing society in the form of income support and so on. And that's
before we've even started counting the social benefits in terms of providing better family
environments, and improved mental health outcomes, for which there is considerable
evidence.”

Moreover, adding assessments can be counterproductive. “The very people who such
courses aim to aftract into the education system are the same people who maybe haven't
had positive learning experiences in the past, and wouldn’t come near the place if they
thought they would have to sit a test at the end,” Sanderson comments.

McElroy agrees, pointing to the body of literature in early childhood education as providing
examples of how non-assessed education can still be recognised as leading to quality
learning outcomes. “It's very concerning that in the tertiary sector education is seen to be
not valid if it's not assessed.”

A funding solution might see completers of non-assessed courses, who staircase to
assessed courses, then able to attract funds to their course provider. This could amount
to a partial credit of EFTS funding for their non-assessed course.

From left to right:

Dr Adolf Stroombergen
Jason Leung-Wai

Kel Sanderson

Dr Ganesh Nana



Polytechnic graduates make the same contribution to New Zealand’s economy
as university graduates

BERL researchers commented that in their years of examining the labour market, they
developed “an inkling” that the relationship between one’s income and one’s contribution
to the economy was more complicated than it appears. The TANZ research gave them a
chance to test their theory.

Using two separate experimental models, the team found that, on average, each additional
person within the professional and managerial occupation categories would increase GDP
by $95,000 (in 1996 prices). Noting that their average income was approximately $50,000,
the additional $45,000 can be viewed as their indirect contribution to the economy.

Meanwhile, those in the technicians and associate professional occupation category also
indirectly added $45,000 per person, while trades workers added $33,000 per person.
Indeed, says Sanderson, “We found that these indirect contributions to GDP were relatively
similar across the various occupation groups, despite relatively large variations in average
incomes. This applied whether the skill was a low-level one, or a higher professional or
managerial skill.

“These findings imply that the historical emphasis on academic skills, pure sciences or
pure arts is not now optimum. In fact, provision of the knowledge, training and skills that
supply more workers to the economy across the board provide sound economic benefits.
From the economy’s viewpoint there is an economic justification to support all skill provision.”

Excellence in teaching must be properly rewarded
The difficulty polytechnics face in accessing research funding is well known. But what is
less recognised is what polytechnic lecturers are focusing on instead - teaching.

This broad scope of polytechnic education inevitably means a high level of contact hours
- generally between 30 and 40 hours per week. Furthermore, the polytechnic academic
year is longer than at most universities, running from early February until late November
or early December. It is perhaps ironic that these marathon classroom hours each lecturer
puts in, leaving little time for research activities, may be contributing to the biggest hurdle
polytechnics need to overcome as they move towards improving their status as providers

of higher-level education.
The solution, suggests Sanderson, is a Performance-Based
Teaching Fund, potentially providing the long-
awaited opportunity to recognise the excellence
and pedagogical developments polytechnic
lecturers are routinely driving in the
tertiary sector.
“Teaching is an area where applied
educationalists have always
performed well,” says McElroy, “but
such a move would be relevant across
the sector.

13

“The tertiary education market has undergone astonishing massification over the past
generation. Inevitably, it incorporates students who require greater teaching support; it is
critical that this aspect of an academic’s job is explicitly recognised.”

Good governance is gold
The BERL research notes that “While the institutions are not necessarily expected to be
‘commercial’ in the sense of maximising surpluses, they are expected to be businesslike.”
At a fundamental level, Sanderson believes, this comes back to good governance. As well
as ensuring robust financial management, this means having the capability to explore
opportunities such as integrating new models of online learning or collaborating with other
providers.

“Such governance requires training, and costs money on an ongoing basis,” comments
Sanderson. The BERL recommendations would see government make a significant contribution
to ensure sound governance in all of the institutions.

The EFTS model works, mostly

As a rough, basic measure of student volumes, the EFTS model has validity, and the BERL
research would see it retained. But it needs some tweaking to render it a more nuanced
system than the present “bums on seats” mentality it currently engenders, Sanderson
acknowledges.

Sanderson believes it could be combined with a three-year funding cycle, “to provide
much needed certainty for future planning”.

And there are times when additional funding support could be applied, for example, to
enable providers to meet particular industry or community needs, but where low student
volumes would otherwise render the programme unviable.

Take viticulture in Queenstown, for example. “It is very regionally-specific and industry-
supportive. It would be impossible to meet the same need by running the programme in
Dunedin or Christchurch. Education providers need to have some means to respond to
their communities in these sorts of scenarios.”

Sanderson also refers to what he calls “the apocryphal class of seven trades students.”
“Throughout our research, this became the by-word for a high cost programme, with low
numbers of students enrolling, leading to relatively low incomes for graduates, but identified
as an area of shortage and community need. Everywhere we went, we kept hearing about
this ‘class of seven’.”

It is, he says, a clear candidate for being able to dip into “an additional funding pot”.

The BERL recommendations would see:

. Assessed courses funded differently from non-assessed courses.

. Alarger share of funding linked to output measures rather than to
input measures. Outcomes measures could include rates of completion
and/or staircasing (to other “full” tertiary courses, and/or employment).

EFTS to remain the principal unit for counting volumes.

. Total EFTS funding levels to an institution to be more certain through

the setting of upper and lower boundaries (ceilings and floors) for
a period of time beyond the current year.

Specific funding “pots” available (by negotiation) to fund specified
courses (such as courses for core skills required in each region) or
agreed programmes.

Specific funding to each institution to fund capability development
to ensure robust governance and associated systems are implemented.

Potentially, a PBTF to mirror the PBRF, to fund excellence in teaching.




LONDON CALLING

At home in his East End studio, TANZ art scholarship recipient
Oliver Perkins is following his muse.

By Theo Hall

“The preliminary stages of my painting is experimentation of material and
a ‘fleshing out’ of the spatial relationships,” Oliver Perkins wrote in his artist's
statement as part of his master’s discourse at the Chelsea College of Art and
Design in London. Talking to him at his East End studio in London, he
echoes his statement as he looks over a new series of paintings. “I'm just
seeing where it's going and that's representative of my time at Chelsea.”

After finishing his Bachelor of Design from CPIT, Perkins received the
$40,000 scholarship offered by TANZ and the University of the Arts, London,
formerly The London Institute, for art and design students. Jumping at a
chance to continue an arts education that is out of financial reach for most,
he chose the Chelsea College for its reputation and its alumni.

A thankful Perkins acknowledges that winning the TANZ scholarship offered
him "a chance to finish my artistic education amongst international artists
in one of the major art capitals”. Adding that it was a decisive moment in
his artistic career, he feels honoured to be not only recognised by TANZ,
but also for the opportunity to continue his growth from his education at
CPIT.

“l used Chelsea as an opportunity to get back to painting,” the former
Christchurch artist contends after working with and exhibiting pieces of other
mediums such as photography and found objects. Perkins's enthusiasm
for painting was matched by his Chelsea painting tutors and his fellow
students whom he acknowledged as pillars of support. “The critiques were
hard and the teaching is passive, so it can be isolating at times,” he admits
of the self-directed course structure, but acknowledges that it reaffirmed the
seriousness of his personal study. “I just kept filling notebook after notebook
of ideas to bring myself into a painting and | learned that you don't do a
little art, you do it.”

Throughout his tenure at Chelsea, Perkins has seen his work grow and
change. “To be honest about what you do in art, you have to experiment,”
he reflects; adding that it helps that his mind tends to wander on its own
accord. “My work is based on personal narrative and art history that looks
to postmodernism and abstract. Painting took itself so seriously during
modernism; by relieving the austere nature we can open more doors but
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| still love art history especially modernism. It's so romantic to me, so some
of my paintings hint at this.”

Perkins also feels that his work is about telling stories that stitch a line
between truth and fiction, ridiculous and fundamental. “I mean the ‘personal
narrative’ is not so much revealing my life, but more constructing narratives
that are relevant to everyone. Observations from living, I'm not trying to
put limits on myself as to where | get my subject matter from. So there is
no hierarchy, (Piet) Mondrian to McDonald’s.”

Whether the subject matter is based on a Dutch painter’s abstract lines
or pop culture entities, Perkins acknowledges his theory, but admits that he
doesn’t think that theory ever made a painting. Perkins instead finds his
muse in the act. “Most painters are practice-based. In the process of making
a painting you know what you have to use. You always have to have an
image and you get a message through it. It may be really simple, but in
shaping it, the notion becomes more apparent.”

Hard at work, Perkins is excited to show his new works as soon as June
at his West London flat: his first showing since Chelsea’s MAFA emerging
artists showcase last September. Recognised by his alumni as a new talent,
he has been asked to curate and participate in a show for Chelsea this
coming year. “They illuminate the artists they like, so it's quite an honour
to be given a show.”



oming of

By Katie Ellwood

In the grand scheme of things,
Australian generational expert
Mark McCrindle is not that long
out of tertiary study himself.
However, the psychology
graduate who founded the
Australian Leadership
Foundation upon leaving
university, and who now conducts social research into generational
change, has turned his attention back to the education sector.

It's an area, he says, that in terms of meeting the needs of the
latest generation of learners, could do better.

“Like most people at university in the early-mid nineties, |
tolerated the education | received. Now things are different, and
students are more demanding.”

McCrindle visited several TANZ polytechnics in 2005 to explain
some of the unique characteristics of Generation Y, the generation
of students beginning to enter the tertiary sector. He points out
that while students must still adapt to their learning environment
to a certain extent, it is the duty of each tertiary institute to ensure
that their programmes successfully engage the participants. Those
that do not change risk losing students for good.

Generation Y usually refers to those born between 1983 and
2000, although those born as early as 1976 are sometimes included
in this group. Although commonly criticised for their short attention
span and lack of trust or loyalty, McCrindle argues that Generation
Ys have been raised in a cultural environment that has made
them highly sceptical, adept at multi-tasking and fast-thinking.
They simply do not behave, or indeed learn, in the same ways
as their elders.

This may be because the traditional period of adolescence, say
from 12 to 20 years of age, is now regarded as significantly longer.
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Age...

Children are “ageing up”, engaging with technology and making
value judgments about people and products from when they are
very young. It is estimated that children now influence their
parents’ purchasing decisions to a far greater extent and from a
much earlier age than they did 15 years ago — and are targeted
by advertisers accordingly.

But in other ways, young people are also “ageing down”, by
choosing to postpone “adulthood”- as marked by factors such
as marriage, children and career — by almost a decade beyond
when their parents were growing up.

McCrindle uses terms like “virtual life”, “safety-net syndrome”
and “trying, not planning” to further define a generation who are
in many cases more familiar with computers and the internet
than those who seek to teach them, and who expect to have
more than one career in their working life.

So what does this mean for those in the education sector?
McCrindle believes that most polytechnics are beginning to head
down the right track, but must continue to adapt to this new
generation, the majority of whom learn best kinesthetically. This
means learning to communicate in terms young people understand,
making the most of technology and ensuring that learning is fun.
In order to win the respect of these students it is important that
lecturers can demonstrate practical experience — don'’t expect
students to do something you wouldn't, or couldn’t, do yourself!

“Students are less tolerant, and the way in which learning is
delivered in the classroom must continue to change if institutes
are to retain their numbers,” McCrindle says. “Polytechnics are
advantaged over universities because their courses have always
been industry-based, taught by practitioners, focused back to the
workplace and targeted towards those who choose not to go to
university. Those are the aspects they need to market as much
as possible.”



COLLABORATION

In IT together

Research is an integral part of education institutions and the TANZ
affiliates are no different in the publish-or-perish field. However,
Otago Polytechnic Information Technology Associate Professor Samuel
Mann sees TANZ'’s collaborative nature as a key to tapping into the
full potential of research.

TANZ collaborations rely on having a facilitator not collecting
outputs, but someone whose focus is bringing together researchers
from different institutions. Mann is proposing a social framework of
IT departmental researchers to expedite projects and publications for
the National Advisory Committee on Computing Qualifications.

“For this project we have a ready-made partnership and the heads

of computing are already quite close,” Mann comments.

UP AND ONLINE

It’s hard enough to move from
face-to-face to online teaching,
S0 it’s good to have friends. That
is the message from those
developing the online delivery
of the National Certificate in
First-Line Management (Level 4).

For eLearning Academic
Coordinator, Jo LeBas, the
teamwork is paying off. “When
the certificate came onling, the
institutions were at varying
stages. Our goal is to have
everyone on an equal field,”
LeBas said. To meet that aim,
LeBas has had the programme
leaders of each institution
regularly discuss to assess the
delivery of the course and
promote ways to improvement.
The TANZ partnership has
expedited the building of the
online delivery by making it an
efficient way for sharing the
best methods.

MIT programme leader Jane
Tongatule attests to the value
of the support and collaboration
she has received.

“We were confident with ‘face-
to-face’ as our delivery method.
Now, with the new online
approach, we’ve been
coordinating with the other
TANZ members to assure the
quality.

“Jo’s been very supportive in
and familiarising us with [the
technology] to be confident to
take it to the internet. From our
perspective it’s in its early days,
but the support is there and it’s
ongoing.”

The benefits of collaboration
extend past the TANZ
organisation as it promotes a
new way to relate to learners
and the public. Now that the
certificate is open to the public
LeBas and Tongatule see it as
a progressive course with a wide
range of incentives for students.
“As we find new ways to
improve upon it, we can add
more variety. All this, thanks
to sharing information,” LeBas
contends.
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“So, instead of a researcher working alone, we can build a research
group that are already working in the same area.”

Mann’s first phase is building a picture of who is doing what research
and at which institution. Already in the works, Mann sees this framework
in place as soon as August. The second phase is drawing the lines
between the research and the researchers to build teams.

“For instance, if research at one institution is working on a statistics
project, then they are able to pool the TANZ organisation for a
statistician who can assist,” Mann sees as a goal of his project. With
academics working on multiple research projects, Mann’s connections
will aid not only duration time, but also the capacity of research.

By building these links, Mann notes that it will also serve to build
the skills of staff and quality of research.




Keith Tyler-Smith
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Prior learning assessment
good solution for G3 teachers

When the August 2002 settlement of the Secondary Teachers' Collective
Agreement determined the academic criteria for entry to the G3+ salary
bracket be a Level 7 qualification in a specialist field, a group of teachers
were left somewhat out in the cold.

Many technology teachers in particular were unable to reach the new
income level as, when they entered teaching, there was no degree pathway
in their field of expertise.

In response, the New Zealand Diploma in Specialist Subjects (Secondary
Teacher), a degree-equivalent programme with a large prior learning
assessment component was developed by the Ministry of Education and
the PPTA. The course has been delivered by the Christchurch College
of Education and the assessment process managed by four regional CAPL
(Centres for the Assessment of Prior Learning) centres, based at TANZ
polytechnics, since early 2005.

Now, more than a year down the track, approximately 1010 teachers
have enrolled in the programme. Those who successfully complete the
Diploma before the end of 2006 will not only be eligible for the G3+
salary bracket, but will be eligible to claim back-pay to February 2003.

“It’s a rigorous process that’s not been easy for a lot of people,” says
Otago Polytechnic CAPL facilitator Kate Vercoe. “For some teachers it’s
the first time they’ve studied at Level 7 and they feel challenged and
vulnerable.”

Vercoe has seen 100 people from Timaru south enter the programme,
and expects 99 per cent of those to have successfully completed the
diploma by this year.

“This process enables teachers to reflect on their teaching practice. Even
those who began quite negatively often said it was the best professional
development they had ever done.”

Staircasing education

Following the success of the online National Certificate in First-Line
Management (Level 4), TANZ has gone several steps further. They
have developed the next step in management education by unveiling
the National Certificate in Public Sector Services (Leadership
Development Middle Management Level 5) and the National Diploma
in Business (Leadership) Level 5. The new higher level certificates
are designed to work as a pathway for supervisors and graduates of
the Level 4 certificate to gain a working understanding of middle
management roles.

Based on the same online format as its predecessor, the courses’
content is constructed as an easy-to-use educational course for working
professionals that they can do while on the job or in spare time.
“Students have a real drive,” programme developer Keith Tyler-Smith
says about the enthusiasm shown by current students.

“They know they have their head around the material and are quite
keen because they can integrate the information while they learn, as
opposed to workshops that they leave, then come back to, forgetting
exactly what they learned.”

Tyler-Smith points out that easy application of workplace learning
activities are just an example of the courses’ benefits. Students learn
the theory, apply it, and then reflect with discussions within their own
company. Another advantage is for businesses: it helps the need for
staff at supervisory levels to learn and develop the skills of middle
management.

“Continual education makes a position more than a job — it makes
it a career pathway,” Tyler-Smith contends. Adding these higher level
certificates, students can continually evolve their skills as their careers
mature.



Lance Funnell

Motoring ahead

For years, people relied on Lance Funnell to make sure their cars
ran smoothly. Now as TANZ'’s first national industry facilitator,
Funnell is fine-tuning the automotive programme to align with the
sector’s practices and needs.

What'’s a new position for TANZ reads like Funnell’s curriculum
vitae. Funnell earned his automotive qualification at the age of 20
and quickly opened a successful garage in Feilding. While running
his operation for six years, he knew that he had plenty to offer, and
began teaching his trade part-time. Funnell found his niche and
when a full-time instructor position was offered by UCOL, he jumped
at the opportunity.

As the TANZ institutions’ automotive programmes continue to
grow, installing someone to work as a liaison for the institutions was
the next logical step to ensure that learners are getting the latest in
innovations. Funnell’s industry history and educational background
made him the perfect fit.

Since taking the reins at the end of 2005, Funnell has already begun
strengthening the institutions’ relationship with the automotive
industry by working to increase the number of opportunities for
students to gain apprenticeships. A coordinator and mentor for the
Tertiary Education Commission’s Modern Apprenticeships since
2000, Funnell is smoothing the transition from education to experience
and into a gainful career.

One way to guarantee the process is by adding to the programme’s
framework with up-to-date training and qualifications, which Funnell
sees happening within a year. To offer the best training, he is making
it his duty to aim for trend-setting goals in the field.

Singing the same tune

It’s happening all around the country. A tertiary institution will
identify an area where a new programme is needed to meet industry
or community demand. The programme will be developed, modules
written and academic approvals sought.

It’s an expensive and time-consuming process. And there is always
the possibility that, by the time a programme is ready to be delivered,
the specific opportunity may have passed.

“Among the TANZ group, we are looking for ways to jointly develop
more new programmes and share existing programmes’ says Eastern
Institute of Technology Deputy Chief Executive Dr Grant Klinkum.
“Where TANZ members have the same academic rules and regulations
and programme development processes, jointly developing and
sharing programmes is made easier”.

With this, the academic harmonisation project was born. An
Academic Committee of TANZ members was formed with the task
of aligning each organisation’s academic rules and procedures. The
scope is potentially vast, covering dimensions from approval processes
to grading assessments and setting programme entry criteria.

But the potential is greater still. As well as enabling far more
flexibility in the programmes institutions run, and a much greater
degree of responsiveness to community needs, academic harmonisation
also makes it easier for students to transfer from one TANZ member
to another during the course of their programme.

But perhaps the greatest advantage of the collaboration, Klinkum
says, is in the enhancement of the quality of the programmes produced
by TANZ organisations.
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“It enables the combined expertise from across the TANZ institutions
to be harnessed. For example, EIT is currently leading the development
of a travel and tourism programme. Now, instead of it being developed
only by the tourism specialists here, we are drawing upon contributions
from each organisation’s experts — all of which have their own
strengths.”

This commitment to quality has also seen the Academic Committee
begin to work on best practice guidelines in programme development.

The Academic Committee of TANZ will also undertake advocacy
work around academic issues with government agencies.



O LONG

TANZ farewells its

founder and convenor -

and the sector’s longest-serving
chief executive - John Scott.

Retiring Christchurch Polytechnic Institute of Technology Chief Executive John Scott dreamed
of being an architect, began his career as a primary school teacher and developed a specialist
interest in counselling and working with troubled children.

But it was as Head of Department of Arts and Community Studies at Southland Community
College that Scott found himself immersed in the educational philosophy that would govern
the next two-and-a-half decades — community education.

From the late 1970s, under Scott's watch, community education programmes were rolled
out between Queenstown and Stewart Island. They were, says Scott, “extraordinarily
successful”. “Everywhere you went, there were people wanting to extend themselves.”

The experience motivated Scott to apply for the position of Chief Executive at Wanganui
Community College, responsible for delivering community-based education from Taumarunui
to Patea to Bulls — a role he held for the next decade.

But despite the rewards he found working in this aspect of education, he notes that
community education has always faced challenges. This he attributes to the fact such
education programmes can become expensive, combined with “the difficulty for those
people who have achieved university degrees and succeeded in their careers to fully
perceive, or comprehend, the benefits people in the community gain from pottery or baking
classes.” Scott refers to the social interactions that occur, participants’ buy-in to their
communities and, indeed, the transition to higher-level learning.

In 1994, Scott became one of the few people ever to serve as a chief executive at a second
tertiary institution, when he joined Christchurch Polytechnic. Under his leadership, the
Polytechnic has championed causes including Maori and Pacific Islands education, and
issues facing women returning to the workforce. The Polytechnic’s roll, programmes,
campuses and even its name have expanded, becoming Christchurch Polytechnic Institute
of Technology in 2000. And CPIT has become recognised for its courageous use of new
technology. It was instrumental in leading a cross-polytechnic project, the development
of a new student management system, Jasper (named by a CPIT staff member). The system,
designed by software company Jade, is now used at four polytechnics and two universities
nationwide, as well as at Swinburne University in Australia.

It proves, he says, a philosophy he has held for years. “As a sector we can work more

effectively as a group than individually,” he states. “It's as simple as that.”
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Which is why he cites one of his most pleasing achievements as having played a key role
in establishing the Tertiary Accord of New Zealand.

“We have shown there is an alternative, a better alternative, to highly autonomous,
competitive institutions. By working together the polytechnics are better off, students are
better off and industries and employers are better off.”

Now, after some three decades as a educationalist, Scott is not managing to sever all ties
with the sector to which he has contributed extensively, and from which he says he is
always learning — Scott will continue to serve on CPIT’s Méori Advisory Board, and
Polytechnics International New Zealand.

OBITUARY
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Kerry King

Area Manager: ASURE NZ, PPCS South Island (South)

| have been in the meat inspection business since the year after | left school
— with a few years off to raise my family. When the opportunity to do the
National Certificate in First-Line Management (Level 4) came up | was working
as Plant Supervisor at Blue Sky Meats looking after the ASURE employees
there, but a management role was what | had in mind.

The coursework was delivered online by CPIT - | was based in Morton
Mains so that made sense, but there were also group forums to participate
in. Assessments took place after every module and the group work was also
evaluated. | was part of the first batch of students to graduate with the
Certificate in 2005.

Now | am an Area Manager overseeing our employees in the PPCS South
Island (South) region. | improved my skills on the course (and of course
learned a few new ones) and | believe that helped me earn my promotion.

My new role involves travel between my five plants and the management
of about 42 permanent and permanent seasonal staff. | really enjoy the
challenges that are constantly placed in front of me and | get to meet a lot
of new people.

The National Certificate in First-Line Management (Level 4) is a great
management tool and there are a wide variety of topics to cover. | think
everyone in my group got something a little bit different out of the course.
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